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Abstract 
Work±family conflict is an inter-role conflict arising from incompatible pressures from work and family roles (1985). Research 
has verified repeatedly the negative effects of work-family conflict RQHPSOR\HHV¶behaviour, emotions and health (see Frone, 
2003) underscoring the importance of helping workers to reduce the conflict. To date, few authors have examined work-family 
conflict among school teacher in collectivistic culture such as Malaysia. There are six dimensions of conflict (time, strain, and 
behaviour) and two directions of work-family conflict (work interference with family and family interference with work). This 
study examines the levels of work-family conflict among respondents and their differences based on demographic factors such as 
gender, marital status, and type of school. This study also determines the impact of work-family conflict on life satisfaction, 
mental health, and turnover intentions. This study utilized a survey design using questionnaires to gather the data. A total of 100 
responded to the questionnaires. All the data were analyzed using the PASW 18. Means, frequencies, and percentages were used 
to measure the level of work-family conflict. Meanwhile, t-test and one-way analysis of variance were used to analyze 
differences in the levels of work-family conflict. Multiple regression analysis was performed to determine whether work-family 
conflict predicted life satisfaction, mental health, and turnover intentions. Results show that the level of work interference with 
family (WIF) is higher compared to the level of family interference with work (FIW) among the respondents. Time dimension is 
the highest level to contribute the level of work-family conflict. Work-family conflict has negative influence on mental health, 
life satisfaction and mental health. This study provides a discussion on the implication of this research to the development of 
education institutions and for future research.  
 
© 2011 Published by Elsevier Ltd. Selection and/or peer-review under responsibility of  Dr. Zafer Bekirogullari of Cognitive ± Counselling, 
Research & Conference Services C-crcs. 
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1. Introduction 
    The issue of work-family conflict has continues to attract research attention worldwide. Modernising trends such 
as economic development, globalizing influence and equal employment opportunities has led to an increasing 
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concentration on the impact of work life issues on the HPSOR\HHV¶ well-being. Research has increasingly examined 
how workers experience and manage conflict between their work and family roles (Streich, Casper, & Salvaggio, 
2007). Work-family conflict (WFC) is defLQHG DV ³D IRUPRI LQWHr-role conflict in which the role pressures from 
ZRUN DQG IDPLO\ GRPDLQV DUH PXWXDOO\ LQFRPSDWLEOH LQ VRPH UHVSHFW´(Greenhaus & Beutell, 1985). Previous 
research indicated that WFC is related to mental health, turnover intentions (Greenhaus, Collins, Singh, & 
Parasuraman, 1997), and life satisfaction (Kossek & Ozeki, 1998). 
 
   WFC can occur in two directions: work can interfere with family (WIF) and family can interfere with work (FIW). 
Carlson et al. (1998) suggested six dimensions of work-family conflict. WIF and FIW each have three sub-
dimensions: time-, strain-, and behaviour-based forms of conflict. Time-based conflict occurs when the time 
demands of one role are incompatible with those of another (e.g. working overtime forces the cancellation of a 
family outing). The second form is strain-based conflict, occurs when strain experienced in one role intrudes into 
DQG LQWHUIHUHV ZLWK SDUWLFLSDWLRQ LQ DQRWKHU UROH HJ WKH VWUHVV RI WHQGLQJ WR D VLFN FKLOG DIIHFWV RQH¶V DELOLW\ WR
concentrate at work). The third form, behaviour-based conflict, occurs when behaviour pattern appropriate to one 
domain are inappropriate in another (e.g. emotional restrictions at work are incompatible with the openness expected 
by family members). Based on this bi-directional and multi-dimensional conceptualization, this study focuses on 
both WIF and FIW among school teachers in Malaysia. We explore the extent to which teachers agree about their 
WIF and FIW. In addition, we identify the impact of both types of WFC on life satisfaction, mental health, and 
turnover intentions.  
 
1.1 Research Objective  
   There are six research objectives in this research. They are (1) to identify the level of work-family conflict among 
teachers, (2) to identify the differences of work-family conflict according to the demographic factors such as gender, 
marital status, and types of school, (3) to identify relationship between work-family conflict and life satisfaction, (4) 
to identify relationship between work-family conflict and mental health, (5) to identify relationship between work-
family conflict and turnover intention, and (6) to define the impact of work-family conflict on the life satisfaction, 
turnover intention, and mental health.  
1.2 Research Hypotheses 
   There are six research hypotheses in this research which are: 
 (1) H1a: there are differences in level of work-family conflict according to types of school  
 (2) H1b: there are differences in level of work-family conflict according to gender  
 (3) H1c: there are differences in level of work-family conflict according to marital status  
 (4) H2: There is a negative relationship between work-family conflict and mental health  
 (5) H3: There is a negative relationship between work-family conflict and life satisfaction  
 (6) H4: There is a positive relationship between work-family conflict and turnover intentions  
 
2. Literature Review on work-family conflict 
 
   Greenhaus and Beutell (1985) stated that work and family influence each other in both positive and negative ways; 
time, tasks, attitudes, stress, emotions and behaviours spill over between work and family. Several distinctions have 
been made in order to clarify the conceptual of work family conflict. First, there is the distinction between work 
interference with family (WIF ± work influencing family) and family interference with work (FIW ± family 
influencing work) (Frone, Russell, & Cooper 1992). According to Hall and Ricther (1988), it was found that the 
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interface is asymmetric; work influences family more than vice versa. In addition, Frone, Russell, and Cooper 
(1992) reported that work interferes three times more with family than vice versa. The previous research concluded 
that the impact of work on family was completely different from the influence of family on work. Second, there was 
the distinction between time based, strain-based and behaviour-based WIF or FIW (Carlson, Kacmar, & Williams, 
1998).  
  Several studies have demonstrated the negative effects of work-family conflict. There is an accepted level of 
evidence indicating that work family conflict has a major influence of the well-being of workers, impacting on 
physical, behavioural as well as cognitive-affective aspect of their lives (Allen, Herst, Bruck, & Sutton, 2000). 
Negative outcomes include elevated job stress (Frone, et al., 1992), including lower job satisfaction and family life 
satisfaction. Greenglass (1985) found that interferences between job and family life are related to depression, 
irritation and anxiety in married female managers.  
 
3. Methodology 
 
3.1Population and Sample 
 
    For this study, we collected data from a random sample of school teachers in Malaysia. We distributed the 
questionnaires to 130 school teachers. Of those, 100 questionnaires were returned, with a response rate of 80%. In 
terms of the demographic profile of the respondents, 72% of the respondents were female and 28% were male. The 
mean age of the respondents was 35.5 years, with 15% under 30, 36% under 40, and 48% above 45%. Majority of 
the respondents were married with 77% married and 20% single, and 3% divorced.  
 
3.2 Measure  
 
Work-Family Conflict was assessed with 18 items from Stephen & Sommer (1996). Responses were provided on a 
seven-point Likert scale from 1 (strongly disagree) to 7 (strongly agree). 
Life satisfaction was assessed with five items from Diener, Emmons, Larsen, and Griffin  (1985). Responses were 
provided on a seven-point Likert scale from 1 (strongly disagree) to 7 (strongly agree). 
Turnover intention was assessed with the three items from Michigian Organizational Assessment Questionnaire 
from Canmann, Fichman, Jenkins and Klesh (1979). Responses were provided on a seven-point Likert scale from 1 
(strongly disagree) to 7 (strongly agree). 
Mental health was assessed with the DASS 21 (Depresion Anxiety Stress Scale) (Lovibond & Lovibond, 1995). 
Responses were provided on a four-point Likert scale from 0 (Never) to 4 (Always) 
 
3.3 Data Analysis 
 
The data were analyzed using the PASW 18. Descriptive statistics such as percentage, min, and standard deviation 
were used to measure the level of the work-family conflict. Multiple regression were used to measures impact of 
work-family conflict on life satisfaction, mental health, and turnover intentions. 
 
4. Result 
 
Table 1 presents the levels of each variable involve in this study. The present study categorized work-family conflict 
into two domains that are work to family conflict (WFC) and family to work conflict (FWC).  The results indicated 
that mean value for WFC is 3.43 and for FWC is 2.88. This indicates that the level of WFC is higher compared to 
the level of FWC. For life satisfaction, mental health, and turnover intentions, we can see that the distribution of the 
data varies from each other. The life satisfaction variable is at higher level compared to the other two variables (i.e. 
mental health and turnover intentions). Mental health had a lower score (m=0.59) indicating that most of the 
respondents represent a normal mental health condition. For turnover intentions, the result indicated that turnover 
intentions had a low level (m=1.82).  
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Table 1: Descriptive statistic  
 
Variables Mean STD. Skewness Kurtosis 
WFC (overall) 3.43 1.16 0.33 -0.82 
Time-based WFC 3.66 1.60 0.14 -1.94 
Strain-based WFC 3.63 1.52 0.24 -1.09 
Behavioural-based WFC 2.93 1.45 0.74 0.06 
FWC (overall) 2.88 1.11 0.92 0.70 
Time-based FWC 3.21 1.28 0.53 -0.60 
Strain-based FWC 2.49 1.25 1.06 0.68 
Behavioural-based FWC 3.01 1.22 0.54 0.09 
Work-Family conflict  3.15 1.08 0.70 -0.04 
Life satisfaction 4.28 1.08 -0.24 0.19 
Mental Health 0.59 0.37 0.73 0.18 
Turnover Intention 1.82 1.13 1.24 0.47 
Note: S.E for Skewness = 0.241, S.E. for Kurtosis=0.478 
WFC= Work to family conflict, FWC=Family to work conflict 
 
    
 
   Table 2 presents the results of independent t-test based on types of school. The result indicated that there is no 
significant difference of the level of work-family conflict between these two types of school (t (98) = -1.739, 
p>0.05). Thus, the result rejected the hypotheses H1a.  
 
Table 2: Independent t-Test according to the types of school 
 
 Occupation N Mean t df Sig. 
Work-family conflict  Elementary school teachers  46 2.9517 -1.739 98 0.963 High school teachers 54 3.3261    
*The mean difference is significant at values 0.05 
 
 
  Table 3 presents the t-test result according to the gender. The result indicated that there is no significance 
difference of the level of work-family conflict based on gender (t (97) = 0.278, p>0.05). Therefore, we can say that 
gender did not affect the level of work-family conflict among school teachers in Malaysia. Therefore, the result 
rejected hypotheses H1b. 
 
Table 3: Independent t-Test according to gender  
 
*The mean difference is significant at values 0.05 
 
 
   Table 4 presents the results of ANOVA test according to the marital status. The result indicated that there is a 
difference in level of work-family conflict based on the marital status. Specifically, the result indicated that there is a 
difference between the single and the married person (F (2, 97) = 4.633, p<0.05). This result indicates that 
unmarried person (m= 3.63) experience more high work-family conflict compared to the married person (m=2.99), 
thus, supporting H1c.  
 
 
 
 Gender N Mean t Df Sig. 
Work-family conflict Male 27 2.9547 0.278 97 0.993 
Female  72 3.2222    
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Table 4: ANOVA test for to the marital status 
 
 Sum of Squares df Mean Square F Sig 
Between Groups 10.142 2 5.071 4.633* 0.012 
Within Groups 106.178 97 1.095   
Total 116.320 99    
Note: The mean difference is significant at values, p< 0.05 
 
Table 5 presents the interrelationship between the variables. The results indicate that only time-based FIW (r= -0.23, 
p<0.01) and strain-based WIF (r= -0.234, p<0.01) were related to life satisfaction. However, the other dimensions of 
work-family conflict were not related to life satisfaction. For mental health, the result indicated that overall FIW (r= 
0.434, p<0.01) had stronger significant relationship with mental health compared to overall WIF (r= 0.355, p<0.01).  
However for WIF¶V dimension, only strain-based (r= 0.362, p<0.01) and behavioural-based (r= 0.387, p<0.01) 
showed significant relationship with the mental health. Meanwhile, for the FWC¶V GLPHQVLRQ all the dimensions 
show significant relationship with the mental health. Behavioural-based FIW (r= 0.446, p< 0.01) shows the highest 
values, followed by the strain-based FIW (r= 0.375, p<0.01) and time-based WIF (r= 0.259, p<0.01). Overall, the 
results indicated that high level of work-family conflict will reduce mental health condition.  
   For turnover intentions, the results showed that overall WIF (r= 0.523, p<0.01) and overall FIW (r= 0.534, 
p<0.01) have significant relationships with turnover intentions. For the WIF¶VGLPHQVLRQV, the results showed that 
strain-based (r= 0.553, p<0.01) has the highest values followed by behavioural-based (r= 0.446, p<0.01) and time-
based (r= 0.277, p<0.01). For the FWC¶V dimension, the results indicated that all the dimensions were significantly 
related to turnover intentions. (Time-based FIW, r= 0.409, p<0.01); Strain-based FIW, r= 0.451, p<0.01; and 
Behavioural-based FIW, r= 0.477, p<0.01).  Thus, we conclude that the higher level of work-family conflict will 
lead to the high level of intention to turnover among respondents.  
 
Table 5: Inter-correlations between the study variables  
 
Variables  WIF (overall) 
Time- 
based 
WIF 
Strain- 
based 
WIF 
Behavioural-
based 
WIF 
FIW 
(overall) 
Time- 
based 
FIW 
Strain- 
based 
FIW 
Behavioural 
-based 
FIW 
Life 
satisfaction 
Mental 
Health  
Turnover 
Intentions 
WIF 
(overall) - .78
** .86** .76** .82** .81** .61** .64** -.15 .35** .52** 
Time-based 
WIF .78
** - .48** .33** .45** .67** .21* .25* -.04 .13 .27** 
Strain-based 
WIF .86
** .48** - .60** .73** .67** .63** .54** -.23* .36** .55** 
Behavioural-
based WIF  .76
** .33** .60** - .84** .61** .67** .82** -.10 .38** .44** 
FIW 
(overall) .82
** .45** .73** .84** - .82** .85** .84** -.18 .43** .53** 
Time-based 
FIW .81
** .67** .67** .61** .82** - .59** .49** -.20* .25** .40** 
Strain-based 
FIW .61
** .21* .63** .67** .85** .59** - .57** -.14 .37** .45** 
Behavioural-
based FIW .64
** .26* .55** .82** .84** .48** .57** - -.13 .44** .47** 
Life 
satisfaction -.16 -.04 -.23
* -.11 -.19 -.20* -.14 -.13 - -.17 -.12 
Mental 
Health .36
** .14 .36** .38** .43** .25** .37** .45** -.18 - .43** 
Turnover 
intentions .52
** .28** .55** .45** .53** .41** .45** .48** -.12 .42** - 
Note: WIF= Work interfere to family; FIW = Family interfere to work; * p <.05; **p<.01. 
 
 
1505Siti Aisyah Binti Panatik et al. / Procedia - Social and Behavioral Sciences 29 (2011) 1500 – 1507
      Table 6 presents the results of regression analysis. The results show that the overall of work-family conflict was 
significantly related to mental health and turnover intention only, but not to life satisfaction. Specifically, the results 
indicated that all the dimensions of work-family conflict together explained 23% of the variance in mental health 
and 35% the variance in turnover intentions. For mental health, only behavioural-based WIF were significantly 
related the mental health (ȕ=0.37, p<0.05). Thus, the result had supported some of Hypothesis 2. For life 
satisfaction, the results indicated that all the dimensions of work-family conflict were not significantly related to life 
satisfaction. Therefore, this result fails to support Hypothesis 3. This means that work-family conflict did not 
influence the level of life satisfaction among respondents. For turnover intention, only time-based WIF (ȕ 0.34, 
p<0.05) and strain-based WIF (ȕ 0.37, p<0.05) were significantly related to turnover intentions, thus supporting 
part of Hypothesis 4.  
    
 
Table 6: Regression of mental health, life satisfaction, and turnover intentions on work-family conflict dimensions  
 
Variables 
6WDQGDUGL]HGFRHIILFLHQWȕ 
Life satisfaction Mental health Turnover Intention 
Time-based WIF -0.29 -0.09 -0.34* 
Strain-based WIF -0.24 0.15 0.37* 
Behavioural-based WIF -0.09 0.36* 0.27 
Time-based FIW 0.23 0.02 0.05 
Strain-based FIW 0.08 0.17 0.13 
Behavioural-based FIW 0.16 -0.29 -0.08 
R2 0.09    0.23*** 0.35*** 
F 1.54 4.69 8.58 
Df 99 99 99 
Note: WIF= Work interfere to family; FIW = Family interfere to work. 
* p <.05; **p<.01; *** p<.001 
 
 
 
5. Discussion and Conclusion 
 
   In this study, we identified several work- and family-specific determinants of WIF and FIW conflict, respectively. 
Testing these across the three forms of conflicts ± time-, strain-, and behaviour-based. We found that the level of 
WIF is higher compare to FIW. This study is in line with the previous research that found work conflict is the most 
important predictor of family conflict and work-family conflict (e.g., (Higgins, Duxbury, & Iriving, 1992)). The 
UHDVRQRIWKLVILQGLQJLVSHUKDSVWKHHPSOR\HGSHUVRQ¶VGHFUHDVHGDYDLODELOLW\WRLQYROYHZLWKIDPLO\PHPEHUVDQG
increased signs of anger and aggression in the family (Barling & Rosenbaum, 1986). Our finding also found that 
there is no difference in terms of level of work-family conflict based on type of school and gender. This means that 
type of school and gender did not influence the level of work-family conflict. However, we found the difference in 
level of work-family conflict in terms of marital status. Interestingly, the finding shows that the single person has a 
higher level of work-family conflict compared to the married person. This can be explained by the amount of work 
received by the unmarried teacher compared to the married teacher. In addition, the general impression about the 
single life which assumes having more leisure and free time, thus increasing the tendency to get more works 
compared to the married teacher.  
   Apart from that, we also identified the existence of significant relationship between work-family conflict, mental 
health, and turnover intention. The result was consistent with the previous research that found negative relationship 
between work-family and mental health (Joseph , et al., 2007; Poelmans, 2001). The reason of this findings is 
perhaps the conflict especially the behavioural-based conflict that occur in the individual plays the role in creating 
the stressor that will affect their mental health (Burke, 1988). For the relationship between work-family conflict and 
turnover intention, we found there was a moderate relationship between those variables. The findings from this 
research are supported by Mark and William (2005) who claimed that the initiative from the work will affect the 
level of the work-family conflict. Thus, when the initiative towards the work were imbalance, it will caused conflict 
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to occur between the work and the family life (Carmen & Margaret, 2000). Finally, the conflict perhaps will affect 
life satisfaction and lead to the turnover intention. In contrast to mental health and turnover intention, the overall 
result found there is no relationship between work-family conflict and life satisfaction. However, only two 
dimensions, which are time-based FIW and strain-based WIF were related to life satisfaction. This result is 
supported by Jennifer, Ofelia, Euguena, Lisa and Erin (2005). As far as we know, most of the people today tend to 
have extra working hour in order to satisfy their job needs. Thus, this will lead to the disturbance in family life, 
where it can influence work-family conflict to occur. This is also supported by previous research that found 
organizational commitment will lead to the decrease in life satisfaction and occurrence of the work-family conflict. 
(e.g., Jennifer, Ofelia, Euguena, Lisa and Erin, 2005). 
   For the regression analysis, we found that only mental health and turnover intention were influenced by work-
family conflict. These findings are supported by the previous research that found the significant relationship 
between work-family conflict and mental health (e.g. Azazah Indiryani, 2009). This study suggests that work-family 
conflict can contribute to mental health problem and can cause the workers to have a high tendency in switching 
their job. Behavioural-based WIF is the main predictor to reduce the level of mental health among school teachers in 
Malaysia. Behaviour plays important role in inhibiting the stressor in specific the negative behaviour. This study 
also suggests that time-based WIF and strain-based WIF is the main predictor to turnover intentions among 
Malaysian school teachers.  
 
Managerial Implication 
   The employer-employee relationship is an evolving one, with both parties recognizing the growing importance of 
the quality of work and family lives. Organizations should attend both domains (i.e. work and family) in order to 
help alleviate family interference with work, the organisation perhaps can adopts various family friendly policies 
such as flexible-working time and child-care facilities (Wilson, 1995). Family-supportive programs such as child-
care facilities and flexible schedules can help the employees to balance the competing demands of work and family. 
To reduce WIF conflict, organization should focus on reducing role conflict and role overload. It is important that 
employers provide employees with the resources they need to meet the demands of the job.  
 
Conclusion 
   This study implies that work-family conflict is an important concern for individuals and organizations alike 
because such conflict, as a source of stress, has been correlated with negative consequences, such as reducing life 
satisfaction and mental health, as well as increasing turnover intentions. 
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